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JOB SEEKERS' TOOL BOX 
BUZZ WORDS: "NEW DEAL" AND "EMPLOYABILITY" 
The New Deal refers to the expectations employers and employees can set for each other in the current business 
climate. Job security, stability, and continuity are no longer benefits a company can provide. According to the 
new deal; instead of protection, a company owes its employees opportunity: the chance to do well, to succeed, to 
grow in one's career. Employers have an obligation to provide their employees opportunity for self-improvement; 
but at the same time, employees have to take charge of their own careers. In essence, a company that embraces the 
new deal is saying to its employee base, "You will be employed by us as long as you add value to the organization, 
and you are continuously responsible for finding ways to add value. In return, you have the right to demand 
interesting and important work, the freedom and resources to perform it well, pay that reflects your contribution, 
and the experience and training needed to be employable here or elsewhere." Given these turbulent times; when 
layoffs come, employees will be prepared with a life preserver, self-reliance. 
The commitment employers have made to their employees has been termed emplovabilitv. Companies provide 
opportunities for continuous learning and skills development which lead to portable and/or transferable skills. 
These skills keep the employee "employable". Should the employee have to leave their present company, they 
should be able to do so a more capable and knowledgeable individual than they were on arrival; and thus be 
qualified for an equal or better job elsewhere. Studies have found that employees are feeling side-swiped by all the 
changes going on in corporations, but at the same time, they are energized by the greater promises the new deal can 
deliver. 
The new deal changes the core of the employer/employee relationship. In the new deal, workers must think of 
themselves as entrepreneurs; their jobs as project assignments; and their relationships with their company as 
transitory. This leads to many questions that have yet to be answered successfully. 
• Are employees given a good enough reason why they should care about being fully engaged in the company's 
business plan? 
• How can companies engage workers beyond their paycheck? 
• How do companies sustain employee commitment? 
• Do the programs that lead to worker employability actually help workers adjust in times of tumult? 
• Do the employees secure new equal or better paying jobs faster? 
Companies need to be aware of the challenges of corporate change and transition, and offer employee management 
and motivation programs that acknowledge the new workplace realities. In the absence of job security, companies 
are developing strategies to maintain worker enthusiasm, commitment, and employability. 
• Variable pay tied to the success of the company: employee profit sharing, gainsharing, stock options. 
• Employee education: training incentives, lifelong learning opportunities, cross-training job assignments. 
• Industrywide job banks: provide leads for downsized employees. 
• Financial severance packages: generous financial and/or healthcare coverage to assist the downsized employee 
while in-between jobs. 
. Career centers: provide ongoing resources, education and support. 
• Efforts to change corporate and government laws to increase portability of pension and healthcare benefits 






BUZZ WORDS: "SHARED SERVICE CEVIERS (SSC)". "SHARED SERVICES", AND 
"1NSOURCINC" 
The pendulum in American businesses has repeatedly swung between centralization and decentralization. The 
latest phase of decentralization has created virtually autonomous fiefdoms providing the same staff-support 
services for different departments within the same organization. This duplication of effort led to enormous waste 
by creating redundancies and inconsistencies in manpower, computer applications, technology, facilities and 
contracts. Organizations are finding an answer by building "Shared Service Centers (SSC)" also called "internal 
outsourcing". 
Shared Services Centers are making headway in forward-thinking organizations that see the consolidation of 
procedural and administrative tasks as a way to transform functional departments into strategic business partners. 
The consolidation of departments performing like functions takes advantage of best practices from throughout the 
company, specialist expertise, and state of the art technology to achieve optimum service delivery. SSC take 
routine, transaction-based activities that are dispersed throughout the organization, and consolidate them into one 
entity. Because of the large capital outlay necessary to construct a SSC, candidates are often large, multidivisional 
conglomerates looking for ways to reduce their SG&A and COGS expenses - the two lines on the balance sheet 
where staff-support costs show up. Staff functions rolled into SSC regularly include HR, Information Services, 
finance, and law. HR services provided by a SSC are centered primarily around maintenance of employee 
personal information, compensation and benefits. SSC are perceived and managed as a third-party vendor; with its 
own location, budget, and accountability for efficient operations. A fee for these services is charged back to the 
internal customer at the actual cost of the service provided. 
SSC give the HR functions involved a bottom-line impact on the company. A SSC assures its customers that it 
exists to help them save money, not just process transactions. As a third-party vendor would, a SSC tailors its 
service options to the needs of their customers, delivering its services at a cost that customers are willing and able 
to pay. This arrangement puts involved functions at risk because if the SSC cannot meet the needs of the customer, 
the customer is in many cases free to buy needed services from an outside vendor. 
With the advent of SSC, comes a decrease in the face-to-face service HR traditionally provided. In its place, HR is 
providing a service of greater value; improved customer service. SSC are growing in popularity at a time when 
individuals are becoming more accustomed to serving themselves. Employee self service takes HR out of 
transaction business, and puts information into the hands of the employee. The centers are highly automated taking 
advantage of technology; telecommunications: IVR (interactive voice response systems), and online computer 
systems: e-mail, online forms and scripts, and Intranet (part of the organization's Internet site accessible only to 
employees). Central workstations and kiosks are set up in organizations where employees do not have access to 
personal computers. This automation allows HR to be responsive and strategic. Automated services include; 
employee benefit enrollment information, employee personal data, review processing, payroll processing, job 
requisitions, and application and resume tracking. Automating these services allows employees to update 
information themselves, instantly, and avoid filling out complicated forms. The automation in SSC provides 
answers to employees in seconds on inquires that manually would have taken much longer. Most important, SSC 
automation allows employees to access the center from remote sites. This is valuable because many of an 
employee's decisions about HR matters are made at home in consultation with a spouse or partner. 
SSC must view themselves as customer driven enterprises. The leader's compensation as well as the compensation 
of SSC employees should be tied to customer satisfaction and cost reduction - this forces staff to be customer 
focused. As a result, HR starts talking in terms of 'reliability, availability, unit costs' and has pressure to derive 
ways to drive down each 'unit' of service. 
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Appendix 2: 
ABI/UMI database is organized into key search words (SU). Each of the below words/phrases represents over 
1000 articles relating to the topic. This allows for targeted searches by combining the key words: ex: SU(Human 
Resources Management) and SU (Globalization) will bring up 15 relevant articles. Below are relevant SU terms I 
identified while researching for this project. 
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Appendix 3: 
Below are the magazines that most frequently published relevant articles on cutting edge HR topics. 

